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Abstract  
Topic of socioeconomic issue is one of the most widely discussed globally 
as it gives effects to occupation, education, income, wealth, and place of 
residence of individuals. These social challenges should be addressed and 
resolved because to enhance individuals’ contribution to economic and 
social life of their society and reduce social tensions and conflicts that 
negatively affects country’s economic development. For this reason, in the 
Eleventh Malaysia Plan (2016-2020), the Malaysian Government stresses 
on the importance of participation of companies in empowering society to 
improve socioeconomic that could support equitable society. The 
empowerment programs aim to improve the education, quality of life and 
wellbeing of individuals and groups in society through reducing wealth 
gap, racial imbalance and promoting employment equity. One way to 
initiate greater involvement of the companies in socioeconomic 
development of the society is through CSR agenda. Specifically, the CSR 
agenda through empowerment activities (such as trainings programs, 
educational sponsorship mentorship program and learning and 
development programs) is believed to have a positive implication on 
society by way of improving wealth, education and skills of the individuals. 
Hence, this paper aims to develop measurement of empowerment in 
companies CSR agenda.   
1 Introduction  
 
One of the most significant discussions globally is on issue of socioeconomic inequality 
because it has effect on an individuals' economic activity including lack of education, 
poverty, wealth distribution, race discrimination and unemployment. Inequalities in socio-
economic can take place when individuals and groups in society may not have equal access 
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 to rights, opportunities (e.g.: employment), or resources (e.g. healthcare, education). This 
exclusion may have prevented individuals and groups from participating in country’s 
economic, social and political matters. Consequently, the government of Malaysia has 
identified inclusivity as one of key principle in achieving its national socio-economic 
development to achieve equitable society [1]. The principle focuses on the need for 
participation and commitment of all citizens to benefit economic growth and development 
of the country. Accordingly, in the 10th Malaysia Plan, the government has emphasized 
about the importance of balance growth and equitable access to economic opportunities to 
all citizens regardless of gender, ethnicity, socio-economic status and geographic location 
[2]. Consequently, it should have resulted in a more inclusive society through poverty 
reduction, increased household income, reduction in income disparity, and improve quality 
of life. Nonetheless, income gaps for main ethnic groups remain large - per capita income 
for the ethnic Chinese and Indians were 64% and 27% higher than for the ethnic Malays [3]. 
Ownership of share capital among ethnic groups’ (Malay, Chinese and Indian) remains 
disproportionate [4]. In addition, the 11th Malaysia Plan (2015) reports distortion in wage 
structure – in 2014, 77% of wage recipients received salaries of less than RM3,000 per 
month, inadequate skilled jobs in market, youth unemployment and low women 
participation in labour market.  
For this reason, Malaysia has encouraged more active participation from companies to 
carry out empowerment programmes that could enhance greater access to education and 
skills training, infrastructure and employment opportunities for all segments of society [1]. 
Companies CSR agenda has a role to play in the empowerment of the society through 
activities that not only desirable in terms of the business objectives but also pursue 
development of society and satisfy social needs [5, 6]. The companies’ CSR agenda could 
empower individuals or groups of people by providing them with skills that they need and 
improve their sense of self confidence which effectively could reduce unequal education, 
income disparity and increase training opportunities, and more skilled categories of 
occupation. Despite numerous calls by government to encourage greater participation of 
private sector companies to conduct empowerment programmes in their CSR activities for 
development of society, evidence still shows that the situation has yet to improve [7]. CSR 
and empowerment has become an interdisciplinary area involving psychology, sociology, 
economic and business concepts with varying views of empowerment within the research 
areas, there is little consensus to the definition and the concept of empowerment. The lack 
of agreement among scholars concerning definition and concept of empowerment cause 
inconsistent and incommensurable empirical measures. For this reason, the main objective 
of this paper is to develop measurement constructs for empowerment in companies CSR 
agenda. It is hoped that this will encourage a better understanding of the significance of 
empowerment in CSR while providing recommendations for future research. 
The rest of this paper continues as follows. Section 2 reviews relevant prior research 
that underlies the study. Section 3 outlines the research methodology. Sections 4 ascertain 
definition and measurement for empowerment through CSR agenda. Final section provides 
conclusion and recommendations of the study.  
 
2 Prior Research 
2.1 Concepts of CSR  
Review of prior literature shows that research in CSR have covered various aspects such as 
CSR disclosures [8, 9] and corporate governance [10, 11] and CSR and strategic 
                                                              
 









 management [12] as such, CSR has been studied in interdisciplinary area involving 
psychology, sociology, economic and business ideas. In addition, CSR is multifaceted 
concept and researchers have made several attempts to measure specific dimensions for it. 
In addition, for example, [13] proposes that CRS principles are makeup of two units: 
business and society that is interlinked with each other that can be measured in three 
dimensions. First dimension recognizes responsibilities of companies at three different 
levels (institutional, organizational and individual) and associated principles (principles of 
legitimacy, principles of public responsibility and principles of managerial discretion). 
Second dimension concerns with how the principles are related to action of companies that 
purposely examine issue of ‘process of social responsiveness’ that cover aspects of 
stakeholder management, environmental scanning and issues management. Third 
dimension looks at the outcomes of the companies’ actions that can be analyzed through 
social policies, social programs and social impacts. Comparatively, [14] has divided CSR 
model into four key dimensions, namely economic, legal, ethical and philanthropic based 
on his earlier CSR model in year 1979 [14]. Later in year 2004, he proposes refined CSR 
model that focuses on responsibilities of companies, social issues that companies ought to 
address and social responsiveness or action of companies that are embedded in the areas of 
economic, social and legal to measure companies CSR [15]. In general, the model proposes 
these three domains as key facets of CSR and a number of measurements have been 
developed to measure CSR which is derived from Carroll’s models. Generally, CSR is 
referring to business activities or practices of a company that is integrated with social, 
economic and environmental aspects that pursue social values and satisfy social needs of its 
various stakeholders [16, 17]. In other words, CSR is concerned with outward expression of 
the company’s value to its stakeholders: activities that a company demonstrates its focus 
other than company’s bottom line- financial performance. That is to say those CSR 
activities are related to how business takes account of its economic, social and 
environmental impacts in the way it operates [18]. Overall, much of the discourse in 
concept of CSR in the literature is associated with analyzing companies’ responsibilities 
and actions and effects of CSR on financial performance that fail to address social and 
developmental implications of CSR.  
At the present time, discussion on CSR has also embraced issue of CSR role in society 
development [19-22]. Prior research suggests that contribution of CSR towards equality 
and equity of society can be achieved through four key components: redistribution, social 
protection, empowerment, and rights [19]. His proposed CSR framework considers how 
empowerment through companies CSR agenda is related to rights of the society with 
respect to issues such as minimizing disparities or leveling equity, enhancing equality of 
opportunity, correcting gross imbalances in the distribution of income, wealth and power 
and eventually social justice. Certainly the role of empowerment in CSR agenda by 
companies is important towards development of the society. Companies’ participation in 
the economic and social life of the community has been somehow successful in reducing or 
eliminating inequities and inequalities [23]. There is an increase focus on the importance of 
empowerment in helping making people aware of and enabling to claim their fundamental 
rights [21]. It is crucial in achieving better community in terms of efficiency, growth, 
poverty reduction as well as attaining justice. 
Various theoretical standpoints have been used in CSR research. In an analysis of the 
theoretical standpoints, [20] identifies research in CSR has employed utilitarian theory, 
managerial theory and relational theory to explain issues in CSR. This study utilizes 
relational theory to understand the CSR and empowerment. The relational theory is 
emphasized on various approaches in understanding CSR issues such as business and 
society stakeholders approach, corporate global citizenship and social contract theory. The 
social contract theory posits that, there is a social contract between the society and 
                                                              
 









 companies, which is an implicit social agreement that lays out the duties and rights of 
individuals or groups in the society on companies which they consider as a moral agent 
[22]. At the heart of the theory, society is recognized as legitimate stakeholder that 
companies are morally obligated to serve upon to legitimize its actions or behavior. The 
concept is closely related to stakeholder theory that explains about legitimacy of a claim on 
a firm. It describes that claim on a firm can be based upon a contract, exchange, legal title, 
legal right, moral right, at risk status, or moral interest in the harm and benefit generated by 
a firm's actions [24]. In this case, it is argued that companies are socially responsible 
towards socio-economic development of the society by considering them in companies’ 
broader strategy In effect, companies are responsible to have proper motivation, method or 
manner of engaging with the society. Here, the concept of empowerment comes into play. 
Companies should be able to recognize fundamental human rights of the society to basic 
needs such as food, clean water, education, work, and health services [25]. Conceptually, 
empowerment is explained as a distinct approach for developing interventions and creating 
social change. It directs attention toward health, adaptation, competence, and natural 
helping systems [26]. From this aspect, empowerment is a process in which efforts are 
made by the individual or the society to exert control of their rights. The society, with the 
help of certain socially responsible companies, should be informed, trained and able to 
claim its rights under certain circumstances and events. The companies’ CSR can leverage 
empowerment to enhance the society rights and stability, gain legitimacy and increase their 
accountability toward stakeholders [27]. Empowerment gives rights to different groups in 
the society to be included in the socio-economic development and thus increase equity and 
equality of policies [19]. 
2.2 Concepts of Empowerment 
Empowerment is a multidimensional concept. Its definition commonly associated with 
economic, human and social empowerment, political and cultural empowerment. Economic 
empowerment is defined as the right of the society to have appropriate skills, capabilities 
and resources and access to secure and sustainable incomes and livelihoods [28]. As such, 
access to assets and resources would be the focus. The human and social empowerment has 
been defined as multidimensional of social process that helps people gain control over their 
own lives. This process would foster power in society, for use in their own lives, their 
communities and their society, by being able to act on issues that they define as important 
[29]. Social empowerment is about the process of developing a sense of autonomy and self-
confidence of individuals [30]. In comparison, [31] characterize political empowerment as 
the capacity to analyse, organize and mobilize. It refers to collective action that is needed 
for collective change for citizens to claims their rights and entitlements. Comparatively, 
cultural empowerment is about redefining rules and norms and the recreating of cultural 
and symbolic practices in the society [32]. This study would be focusing on concept of 
economic and social empowerment as a basis in developing conceptual model and 
measurement for empowerment in companies CSR agenda.  
Research in empowerment has covered broad spectrum of groups that include employee, 
customer, supplier youth and women. As a result, concept of empowerment is diverse that 
bring different meaning for different authors. Accordingly, this study will only review 
concepts of empowerment from the economic and social aspects because it is aligned with 
the focus of the study. In all, prior studies have documented that employee empowerment 
has been one of the topic that has been extensively investigated. Two key dimensions have 
been identified in this aspect of empowerment. First, empowerment is connected to 
psychological construct that is manifested in four cognitions: meaning (fit between the job 
task and one’s own beliefs, values, and behaviors); competence (belief in one’s ability to 
                                                              
 









 perform a job well); self-determination (feeling like one has control over one’s work); and 
impact (feeling one can affect one’s work outcomes) [33, 34]. Scholars such as [35, 36] 
regard psychological empowerment as motivational construct that involve process of 
enhancing feelings of self-efficacy among individuals by way of enhancing skills and 
abilities to do his/her job effectively. The psychological empowerment is considered to be a 
cognitive state characterized by a sense of perceived control, perceptions of competence, 
and internalization of the goals and objectives of the organization. Second, construct of the 
empowerment is related to relational aspect that is perceived control (includes beliefs about 
authority, decision-making, latitude and availability of resources, autonomy in scheduling, 
etc), perceived competence (reflects role mastery that in addition to successful completion 
of assigned tasks also requires coping up with the non-routine tasks) and goal 
internalization (captures the energizing property of a worthy cause or exciting vision 
provided by the organization leadership) [34]. Similarly, the literature on economic 
empowerment is vast, and a large part of this focuses on the economic empowerment that 
centers around four broad areas: a) the promotion of the assets of people; b) transformative 
forms of social protection; c) microfinance; and d) skills training. Economic empowerment 
is concerned with providing equal rights, opportunities, asset ownership and responsibilities 
to individual that eventually improving equality [37]. 
 
 
Table 1. Prior Research-Measurement of Empowerment 
Author(s) and year Construct(s) and items (s) Study design and 
research context 
Kosar & Naqvi (2016) Meaning: 3 items 
Competence: 3 items 
Self-Determination: 3 items 
Impact: 3 items 
Survey 
Employee empowerment 
Kumar (2015) Meaning: 3 items 
Competence: 3 items 
Self-Determination: 3 items 
Impact: 3 items 
Survey 
Employee empowerment 
Ugwu et al (2013) Meaning: 3 items 
Competence: 3 items 
Self-Determination: 3 items 
Impact: 3 items 
Survey 
Employee empowerment 
Dimitriades et al 
(2007) 
Perceived competence: 5 
items  
Goal internalization: 5 items  
Perceived control: 5 items 
Survey 
Employee empowerment 
Cyboran (2005) Meaning: 1 items 
Competence: 1 items 
Self-Determination: 1 items 
Impact: 1 items 
Survey 
Employee empowerment 
Hui et al (2004) Self-determination: 3 items Survey 
Employee and Customer 
empowerment 
Hancer (2001) Meaning: 3 items 
Competence (self-efficacy): 
3 items 
Influence: 6 items 
Survey 
Employee empowerment 
                                                              
 









 Spreitzer (1995) Meaning: 3 items 
Competence: 3 items 
Self-Determination: 3 items 




Study by [33] has elaborated and validated a multidimensional measure of 
psychological empowerment at the workplace. He identified four constructs with 12 items 
in measuring empowerment, which are meaning (fit between the job task and one’s own 
beliefs, values, and behaviors); competence (belief in one’s ability to perform a job well); 
self-determination (feeling like one has control over one’s work); and impact (feeling one 
can affect one’s work outcomes). His model of psychological empowerment was developed 
based on earlier studies by [35] [40]. Prior research has extensively used empowerment 
scale by (33) to measure empowerment. For example, [39] examines the impact of 
empowerment on service employees and found that psychological empowerment has 
positive influence on employee job satisfaction and loyalty to organization.  Comparatively, 
[38] modified the scales done by [33] by adopting only three of the constructs which are 
meaning, competence (self-efficacy) and influence. This study investigates the reciprocal 
relationship between psychological empowerment and job satisfaction of restaurant 
workers. This study shows that psychological empowerment was positively and 
significantly related to job satisfaction.  In addition, [41] in their study shows that there is 
higher employee satisfaction when they are empowered. In this study, empowerment was 
measured by [33] self-determination sub-scale using 3 sample of questions. This three-item 
subscale was designed to measure perceived autonomy at work.  
Attempts to measure empowerment can be also seen through study done by [42] which 
examined the influences of reflection on the self-perception of empowerment in the 
workplace using four components of psychological empowerment. The empowerment 
approach used is again based on the Spreitzer’s model which is based on the approach that 
empowerment is defined as increased intrinsic motivation manifested in four cognitions [40] 
namely: meaning, competence, self-determination and impact. This study provides sample 
questions for each components of empowerment. This measure describes the extent to 
which employees believe they are empowered in their jobs. On the other hand, [43] 
contributes to the stream of research on empowerment by investigating the construct of 
psychological empowerment among public employees. Psychological empowerment was 
measured with a 15-item scale developed by [34], for the exact wording of the items and 
tapping the three dimensions of perceived competence, goal internalization and perceived 
control. This author applied the concept of empowerment as the employee-experienced 
power. According to him, review of the major approaches to the experience of power in 
conjunction with the various streams of empowerment research described in prior studies 
reveals that, at on individual level, the three main dimensions of the experience of power 
underlying empowerment process are: a) power as perceived control, b) power as perceived 
competence, and c) power as being energized toward achieving valued goals. The study 
done by [43] followed fairly closely the empowerment measurement that in the [34] study. 
Prior research has employed Spreitzer’s measurement scale to examine the effect of 
psychological empowerment. For example, [44] examine the association between 
psychological empowerment and behavioral outcomes of employee. In their study, they 
found out that psychological empowerment has positive significant relationship with the 
employee engagement. The same scale was also used by [45] in his study to measure 
relationship between empowerment and leadership experience and education. Other 
example of study was done by [46] show the moderating role of psychological 
empowerment on trust and employee engagement. In another study, [47] investigating the 
effects of psychological empowerment dimensions of job satisfaction. Other studies have 
                                                              
 









 also adopted empowerment measurement scale by Spreitzer to measure psychological 
empowerment [48-53]. 
Based on preceding research stated above, it can be concluded that Spreitzer’s 
measurement scale has been widely adapted in measuring psychological empowerment [33]. 
Although a variety of approaches have been taken by different authors, and many of the 
studies are evolvements of previous studies, it is evidenced that Spreitzer’s measurement 
scale appear to be at the forefront of most research in this literature [33]. Table I provides 
an overview of selected prior research to highlight the numerous measures and method 
applied in various context. 
Overall, the concept of empowerment is diverse. In general, it focused on management 
practices or activities that are designed to “empower” various stakeholders through access 
to information and resources and enhance autonomy, responsibility and participation of the 
various groups in the society thus greater equality and equity of in the society can be 
achieved. Thus, empowerment in this study is defined as practices or activities that carry 
out by companies that provide opportunities, resources, knowledge and skills, and 
motivation to allow individuals to gain authority and ability to improve their competence 
and enhance their satisfaction and self-efficacy. Society can be empowered through 
knowledge and skills by giving adequate access to resources, knowledge and skills. This 
study proposes assessment scale to measure impact of empowerment to equitable society.  
 
3 Research Methodology 
A quantitative approach is adopted in this paper whereby relevant literature and documents 
have extensively been reviewed. The purpose of the review is to ascertain definitions and 
concepts of empowerment as well as to establish appropriate items to measure 
empowerment within the context of CSR. There are several types of literatures and 
documents that have been reviewed which includes academic journals, books, reports, etc. 
This study uses medium for the literature search such as ABI/INFORMS Proquest, Emerald 
and Google Scholar so that a pool of studies for the review purposes can be obtained. The 
literature search has focused on the concept of empowerment with related to CSR activities. 
Previous studies on empowerment, CSR, and equitable society are extensively been 
reviewed in this paper in order to identify the themes and frequent issues in this area. The 
important key terms regarding empowerment such as meaning, concept, dimensions, 
construct, measurement, as well as questionnaires have been widely used throughout the 
search. This paper has reviewed related literatures to propose definition of empowerment 
within the context CSR. Research framework was established to coincide the concept of 
empowerment and CSR activities so that it will be much easier to generate the items. 
Related sample of questionnaires from past researchers were used as a reference to measure 
the dimension of empowerment and the relevancy to CSR agenda.  
 
4 Measuring Concepts of Empowerment through CSR Agenda 
Literature recognized the important role of companies in the society. Essentially, on the 
important contribution of companies CSR agenda toward socioeconomic development of 
the society [19]. The empowerment dimension of CSR of companies is about giving rights 
and opportunities to the individuals or groups in the society on occupation, education, 
income and wealth that promote social inclusion and equitable society. The measurement 
items for empowerment through CSR agenda by companies were adapted from [33, 43]. 
                                                              
 









 The proposed measurement items also took into consideration study and report by [28] and 
[30] on conceptualization of empowerment. Based on the literature review the 
empowerment measurement items consist of 45 items that were further scrutinize based on 
argument from the literature. As a result, only 15 of the total 45 items were chosen for use 
in this study. The 15 items measure the three dimensions are Perceived competence, Goal 
internalization, and Perceived control in the context of CSR initiatives by companies in 
their effort to achieve equitable society through socioeconomic equality. The list of items is 
shown in Table II.  
 
Table II: Proposed Definition and Attributes of the Study 
 
Definition of Empowerment 
Empowerment refers to practices or activities that carry out by companies that provide 
opportunities, resources, knowledge and skills, and motivation to allow individuals to 
gain authority and ability to improve their competence, confidence and enhance their 
self-efficacy. 
Attributes of the Study 
Perceived Control 
1 Companies should provide individual with relevant trainings programs and 
workshops to improve individual’s knowledge and skills. 
2 Companies should have awareness programs to improve the individual 
knowledge on products and the organization. 
3 Companies should provide mode of communication (e.g. direct engagement, 
proxy voting and social reporting) that allow the individual to participate in 
organizational decision making process. 
4 Companies should provide educational sponsorship to elevate the standard of 
education of the individual. 
5 Companies should provide financial aid to underprivileged individual to elevate 
their standard of living. 
6 Companies should provide their employee with volunteerism program with the 
community to boost employees’ motivation and social skills. 
7 Companies should provide mentorship program to nurture individual talents' 
professional and personal development. 
8 Companies should provide learning and development programs via internships 
to ensuring that individual are able to fulfill their potential. 
Perceived Competence 
9.  Companies should assist individual in achieving necessary capabilities that are 
required to do job well. 
10. Companies should assist individual in achieving the skills and abilities to do job 
well.  
11. Companies should assist individual to be competence to work effectively.  
12.  Companies should assist individual to work efficiently. 
13. Companies should assist individual to handle the challenges at work. 
Goal Internalization 
14 Companies can inspire individual to achieve objective in life. 
15.  Companies can inspire individual to be enthusiastic about his or her contribution 
to the organization. 
 
5 Conclusion and Recommendation 
                                                              
 









 This paper has attempted to extend the knowledge on empowerment within CSR domain by 
critically examining the definitions, concepts and measures of empowerment as relevant for 
the CSR agenda. The review of the literature reveals that the scope of the conceptualization 
of empowerment within companies CSR agenda could be discussed within psychological 
perspective of the individuals in the society. In the future, empirical data can be collected 
through questionnaires in order to test the validity of the instruments. 
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